Introduction
The paradigm of lean production in its different modalities has become a reality in 
57
Process manufacturing can be defined as 'production that adds value by mixing, mediate the effect of workforce management on performance.
26
Among the most common human resources practices that favour employee 27 involvement, the literature highlights those that provide workers with information, Based on these ideas, the following hypothesis is proposed:
25
H1. LM has a positive effect on performance.
27
Part of the LM research has considered its relationship with human resource 3.2 Questionnaire 33 34 We developed an ad-hoc data collection questionnaire, as most other researchers (levelled) production (all of which are tools designed to establish the one-piece-flow). used to measure the use of LM tools was also used for this variable. 
Analysis

50
In the research on different practices, whether dealing with LM, human resources 51 or high involvement, it is common to use a multi-item questionnaire to measure the 52 degree of implementation of these practices, which is also the case in the present study.
54
To do so, it is necessary to specify whether the measurement model should be reflective do not cause changes in items, dropping an item changes the content of the construct, or non-significant. 38 39 In another vein, the PLS models do not have goodness of fit measures (such as consists of making a high number of subsamples with replacement randomly drawn.
44
The estimated parameters in each of the subsamples are used to extract a mean and parameter estimations (t value above 1.96 for =0.05 two tailed).
49
We will analyse the path weighting scheme with standardized data metrics, the maximum value on training and communication. However, the most advanced 4 companies are only just above the midpoint of the scale in the use of contingent 5 remuneration. In terms of results, we note that the plant managers' satisfaction with the 6 perceived results is moderately high.
INSERT Statistics for the structural model (PLS) are presented in Figure 3 and Table 4 . All Reviewing the coefficients that were found to be significant, there is a positive contingent remuneration is not associated with LM. That is, all of the hypotheses have 4 been corroborated except H5, with a lower level of significance for H2.
6
The first hypothesis, which relates LM and performance, is significant, as in a 7 similar previous study by Vinodh and Joy (2012) , except that in the present study the 
50
However, the fifth hypothesis, which states that contingent remuneration is implementation is impeded by an incompatible incentive system; that is, the strategy of gathering the data needed for such an analysis.
48
This study also has implications for company management because it provides a 49 tool for auditing the level of use of various practices and outcomes. An assessment can 50 be made of the current situation, as well as any future changes produced by the 51 introduction of new practices.
53
Our research has some limitations. First, no previous study has used exactly the our results can not be applied to other cases. A third limitation is that there was a certain 
